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1. Parties to the Agreement

This agreement is made between the delegate of the Archbishop of Sydney, the Executive
Director of Schools, Archdiocese of Sydney (the "Archdiocese") and the New South Wales

Independent Education Union (the "IEU") a registered organisation of f:mp

Reg15tered

2. Scope of Agreement Enterprise Agreement

This agreement shall apply to teachers employed by the Executive D

Archdiocese of Sydney.

-

3. Objects of the Agreement

In reaching this Agreement, the parties have recognised:

*

the need to maintain a working environment in which education can be provided in
harmony with the Archdiocesan School System's aims, objectives and philosophy,
recognising the role of parents and the Parish community in Catholic systemic
schools;

the need to safeguard and improve the quality of teaching and learning within the
systemic schools of the Archdiocese and the public perception of it;

a mutual responsibility to support, develop and enhance systemic schools and colleges
within the Archdiocese;

the autonomy and authority of the Archdiocese, as well as the professional standing of
the teaching staff in systemic schools;

the variety of managerial and educational arrangements that exist, requiring flexibility
in the application of regulations that govern employment practices;

the intention of this Agreement is to assist and promote the delivery of education of a
high quality in the systemic schools of the Archdiocese, consistent with the approach

of the independent school sector reported in the 1992 State Wage Case Decision of
the New South Wales Industrial Commission;

efficiency, in particular, as a growing influence in educational policies and practices;
as a consequence, the school system is expected to do more with the same level of
resources, necessitating productivity and efficiency improvements. However,
improvements in efficiency in the educational sector, are often of a qualitative rather
than a quantitative kind.

e=——21
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4. Award I|| Enterprise Agreeme ||
|
\l Industrial Registrar
Except as provided by this agreement, the conditions of employment ofiteachers in systemic

schools of the Archdiocese of Sydney will be in accordance with the Teacher: chdiocese
of Sydney and Dioceses of Broken Bay and Parramatta) (State) Award.

5. Catholic Ethos

The parties acknowledge the need for teachers to support the ethos and philosophy of
Catholic education which operates in the Archdiocese. They acknowledge that Catholic
schools in the Archdiocese of Sydney are part of the evangelising mission of the Catholic
Church and agree to overtly support the Basic Assumptions of the Sydney Archdiocesan
Catholic Schools (SACS) Board document "Catholic Schools - A Vision Statement for the
Archdiocese of Sydney", and the System’s Mission as expressed in Sydney Catholic Schools
“Towards 2005 Strategic Management Plan,

Principles of Employment:

The parties agree to accept and support the Principles of Employment as published by the
Catholic Education Office, Sydney. These Principles of Employment form part of this
Agreement as Attachment A.

6.  Towards 2005 - Strategic Management Plan

This agreement has been negotiated by the parties concurrent with the introduction of a new
Strategic Management Plan for the Archdiocese.

The parties recognise the significance of, and the context provided by, the Priorities and
Recommendations set out in the Sydney Catholic Schools Towards 2005 Strategic
Management Plan.

7. Financial Assistance for Teachers Acquiring
Qualifications in Religious Education.

The parties agree that Religious Education is a major priority for systemic schools in the
Archdiocese of Sydney and is articulated as Priority 2 of the Sydney Catholic Schools
Towards 2005 Strategic Management Plan. In order to assist teachers reach the minimum
standard required by the Sydney Archdiocesan Catholic Schools Board (SACS Board Bulletin
No. 12), the Catholic Education Office will reimburse the course tuition and enrolment fees
payable by teachers who are permanently employed in systemic schools and who are
undertaking study in Religious Education up to this minimum standard.



8. Resourcing of Systemic Schools

The parties acknowledge that the resourcing of schools occurs within a context: mgmﬁcamly

dependent upon Commonwealth and State Government funding suﬁmn Re' _
| Toterp!

In particular, both parties share a general concern that insuffic Ht resources havg been

allocated by governments to education and particularly to the pnmd'ry Wﬂ\d‘f@ studenj

with special needs. I'l. ="t
b=

9. Patterns of Organisation and Teaching

The parties are committed to the principle ofkﬂexibility in the patterns of organisation and
teaching to meet changing curriculum requirements and student needs, with due regard for the
appropriate teaching load assigned to individual teachers.

Where change to existing custom and practice is sought, Principals will consult with teachers
and the IEU chapter as appropriate at an individual school level to ensure students have
maximum opportunities to participate in emerging curriculum initiatives.

10. Co-Curricula Duties of Teachers

Catholic Systemic schools have always promoted co-curricular activities as an integral part of
the total education offered. The parties therefore recognise that all teachers are required to
participate in co-curricular activities as indicated at the time of appointment to the school and
in keeping with the custom and practice of each individual school.

11. Ensuring Quality in Systemic Schools

The Catholic Education Office (CEO), Sydney has developed a number of processes aimed at
providing the highest quality religious and general education for students in Catholic schools.

The parties to this Agreement acknowledge the continuing need to enhance the quality of

education. The parties therefore will support the ongoing implementation of the following
current processes:

(a) Personnel Performance Planning & Review

Personnel Performance Planning and Review (PPPR) is an annual one-to-one process of goal-
setting and review, aimed at the continuing development of leadership/management, and
teaching and leamning practices within a school. It contains elements of both development
and accountability. It is closely linked to the School Review and Development cycle, and
will assist the Principal to manage that cycle. A Regional Consultant from the CEO, Sydney

is responsible for conducting this process with the Principal and for supporting the Principal's
PPPR work with other staff.
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The parties recognise and acknowledge that PPPR for classroom teachers will be part of
ongoing professional development for teachers in Systemic ]fmhﬂﬂl =
enhancement of the quality of teaching and learning. The parties |have dresdtfe ¥ mplemgnt
and monitor a Pilot Program of PPPR for Teachers. This appraifal process Witl Féffilinllin
pilot mode for 1997 and will include a joint evaluation by the parties to this agreement
to the end of the 1997 school year. | AL Begne

(b) School Review and Development

School Review and Development (SRD) establishes a cycle within which a school reviews its
operations, clarifies its purposes, draws up a four-year strategic plan, and implements the plan
over that period. The school then embarks~on the next SRD cycle, thus establishing a
recurring pattern of school review, development and accountability.

The Educational Audit, which specifically monitors compliance with the Education Reform
Act 1990, operates in conjunction with SRD, and focuses on Registration and Accreditation
requirements of the NSW Board of Studies. It also focuses on system priorities as set out in
the Strategic Management Plan, "Sydney Catholic Schools, Towards 2005". The Educational
Audit may highlight for a school some issues to be addressed through the other processes.

The parties will utilise the information available to them to monitor and review the
Educational Audit process to ensure that its operation is consistent in achieving its stated
aims.

(c) Grievance Procedures - Teachers

The parties acknowledge the existence of "Grievance/Dispute Procedures” agreed 11 May
1989 between the IEU and the CEO, Sydney and are committed to the ongoing use of such
procedures where a teacher's performance is deemed by the principal to be unsatisfactory.

However, the parties are of the opinion that normal procedures in the management of staff
relations may include appropriate performance counselling sessions. Such an approach, it is
hoped, would preclude the need for formal Grievance Procedures.

The parties further agree to review the contents of the Procedures in 1997 with the object of
simplifying the contents.

12. Maternity Leave in conjunction
with Long Service Leave

(@) A teacher with at least twelve months service but less than ten years service may
apply for payment of her pro-rata long service leave entitlement at the commencement
of matemity leave. The payment, calculated in accordance with Clduse 12 of the
Award, will be to a maximum of four weeks pay.
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(b)  Where a teacher desires to be paid some of all of the long service leave entitlement in
conjunction with matemity leave, the teacher will give not less than four weeks notice
in writing prior to the commencement of maternity leave of her intention to claim paid
leave.

[

Except as varied by subclauses (a) and (b) of this clause, Clause |2 of MM‘@Q‘M n
Part 4 of Chapter 2 of the Industrial Relations Act will continue t Bpjiprioe Agreeme

| Industrial Registrar
13. Professional Development ! e m—

The parties recognise that professional development is a shared responsibility with regard to
both time and resources and that teachers, as professionals, have an ongoing need to
participate in professional development. Among other issues, requirements on teachers for
professional development arise from :

) changes to curriculum;

(i)  broad community expectations of schools;
(iii)  Archdiocesan policy initiatives;

(iv)  Government requirements.

The parties accept that some professional development occurs outside of school hours and
during pupil vacation periods. It would be expected that staff attend such courses as
appropriate on a voluntary basis.

14, Promotion Positions

(a) Secondary Systemic Schools

The promotion positions structure in the Secondary Systemic Schools of the Archdiocese of
Sydney will be as set out in Attachment B to this Agreement.

(b) Primary Systemic Schools

The promotion positions structure in the Primary Systemic Schools of the Archdiocese of
Sydney will be as set out in Attachment C to this Agreement.

15. Redeployment

The Agreement between the parties to provide for the redeployment of teachers was entered
into in 1986 to avert forced redundancies within systemic schools of the Avchdiocese.

In the intervening years a number of issues have emerged including changing curriculum
needs and the gradual decline in overall pupil enrolments. Accordingly, teaching
opportunities are now contracting within some parts of the Archdiocese.



In response to the need for improved efficiency of the redeployment progess-the-
has been renegotiated and is Attachment D of this agreement. I Registered

(a)

()

(a)

(b)

|| Enterprise Agreement

16. Restructuring industrial Registrar

Restructuring including closures, amalgamations, the addition of years 11 and 12
to a 7-10 school and the like.

In the event of a significant change in the nature and/or composition of a school all
existing promotions positions may be declared vacant and new positions may be
advertised. The IEU will be advised of such changes and appropriate negotiations
will ensue between the Archdiocese and the [EU. A teacher who, prior to this event,
held a promotion position, and was unsuccessful in obtaining a new position, will
continue to be paid the allowance for a one-year period provided he/she remains in the
employ of the Archdiocese, and may be assigned specific duties for this period.

Restructuring in a situation of declining enrolments

Where a school falls to a lower enrolment band, the school will be allocated a reduced
number of points for the following year. The restructuring or abolition of positions
brought about by such change should, where possible, coincide with the termination of
existing contracts. Where this is impracticable, the CEO, on advice from the Regional
Director, will continue payment of existing allowances until appropriate contracts
expire or personnel leave of their own accord, thereby providing the opportunity for
schools to return to the formula in attachment B or C.

In this context, loss of, or reduction in the number and/or size of positions brought
about solely by falling enrolments will not attract the one year’s compensation
provided for in sub-clause 16(a).

17.  Procedures for
Re-Appointment of Co-ordinators

The PPPR process begins with an active negotiation between the co-ordinator and the
principal, or delegate, of a specific role description, which will be shaped by the
school’s needs and directions.

This discussion should occur prior to the negotiation of individual goals for the year
and the establishment of action plans.

The Catholic Education Office will assist this negotiation through the provision of a
generic pro forma role description for co-ordinators. .

While the normal process used for the performance review of co-ordinators will be a
review of the PPPR data over the period of appointment, the assessment of overall
performance will relate to the full role description.



(c)

(d)

(e)

4]
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(b)

(@)

7.

The principal will normally be the system’s representative in assessing satisfactory or
unsatisfactory performance. Where a principal has not been the co-ordinator’s direct
supervisor in the PPPR process, the principal may confer with the assistant principal
or other executive member responsible when considering the cumulative PPPR data.

Where a principal, on behalf of the Executive Director, reappoints a co-ordinator to
his/her position for a further three years the appropriate re-appointment letter must be
completed and a copy forwarded to the school’s Regional Congultant.—Fiw

the outcome anticipated in the great majority of cases. e RE_glstered

| Enterpnise Agreement
When a principal is considering not re-appointing a co-ordinator urdinari]y it will b

[ Industrial Regie
on one of two grounds: ~ I egistrar

(i)  the position is to be abolished
or

(ii)  unsatisfactory performance of the co-ordinator in the role.

If a principal is intending not to re-appoint a co-ordinator the basis for this intention
must be discussed with the Regional Consultant at the earliest possible time. Any
such intention should also be discussed with the co-ordinator through the PPPR
process and other channels as early as possible in the current period of appointment,

Where grounds for concern are sufficient, the possibility of early implementation of
grievance procedures should be discussed by the principal and Regional Consultant.

Where areas of serious concern in the performance of a co-ordinator’s role are
identified through the PPPR process, and a decision is made to introduce grievance
procedures, the principal and/or system authorities will indicate to the co-ordinator in
writing that a formal grievance procedure has begun.

Where a grievance procedure is undertaken, the procedures to be followed are to be
those currently agreed between the CEO and the IEU.

If grievance procedures have not been implemented prior to the re-appointment
period a one year extension of the appointment may be necessary fo allow for

specified areas of concern to be addressed to the satisfaction of the principal.” (Refer
attachment B, clause 4.1.)

18. Adherence to Published School Calendar

The parties acknowledge that within a large system of schools many issues will most
appropriately be determined at a local levet (i.e. at the school). Issues however which have
system-wide implications, or which impinge on system-to-government relationships, or which
impact on system accountability should be determined by the Executive Director of Schools.
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The parties further acknowledge that for historical reasons, work practices have emerged
which differ between schools and that many of the differences may be underpinned by
legitimate and valid reasons. Other practices, however, may not have been reviewed in
recent times and may have their origins in an earlier period of Catholic Education
Administration.

Each year the Executive Director of Schools publishes the school calendar that will apply to
the systemic schools of the Archdiocese. The Executive Director e ts.school Staffs to
adhere to the published calendar and any requests for variation would d tophe gﬂg
the Regional Director. |’ Enterprise Agreemem
In this context, the Independent Education Union and the Catholic Edwmnﬂﬁﬁ,§ﬂ have
agreed to examine in specific circumstances on a case by case basis, issues or di 1cuﬁ;e
which might arise from proposed changes to long-standing custom and practice.

19. Disputes Procedure

The objective of these procedures is the avoidance or resolution of industrial disputation,
arising under this agreement, by measures based on consultation, co-operation and
negotiation.

(a)  Without prejudice to either party, the parties to this Agreement shall ensure the
continuation of work in accordance with the Award, this Agreement and custom and
practice in the schools of the Archdiocese.

b) (i) In the event of any matter arising under this Agreement which is of concern
or interest, the teacher shall discuss this matter with the Principal or his/her
nominee.

(ii) If the matter is not resolved at this level, the teacher may refer this matter to

the union representative in the workplace, who will discuss the matter with
the Principal or his/her nominee.

(iii) If the matter remains unresolved, it shall be referred to the General Secretary
of the union or his/her nominee and the senior official or his or her nominee
of the Catholic Education Office of the relevant Diocese for discussion and

appropriate action. The senior official may request assistance from the
Catholic Industrial Office.

(iv) If this matter cannot be resolved at this level it may be referred to the
Industrial Relations Commission of New South Wales.

(¢)  Nothing contained in this procedure shall prevent the General Secf;tary of the IEU or
his/her nominee, or the Executive Director of Schools or his/her nominee, from
entering into negotiations at any level, either at the request of a member or on his or

her own initiative, in respect of matters in dispute should such action be considered
conducive to achieving resolution of the dispute.



20. Duress

This enterprise agreement was not entered into by either party under duress from the other
party or any other person or persons.

21. Term

This enterprise agreement shall expire on 30 June 1999,

-

Signed:

..............................................

Brother Kelvin Canavan Richard Shearman

Executive Director of Schools General Secretary

Catholic Education Office NSW Independent Education Union
Archdiocese of Sydney

Date: April 22, 1997 Date: April 22, 1997

L]




ATTACHMENT A
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The Catholic Church has established schools to assist it in presenting a visiu\li@f réality fﬂ;l B
found in the Good News preached by Jesus Christ. Each school is expe-:?\;_;i tﬁ}gew&.@
particular Catholic community, providing quality education for its children in an Ew enf‘
that reflects Gospel values. '

The Catholic school is more than an educational institution: it is a key part of the Catholic
Church's mission. Thus the teacher in the Catholic school is more than an employee: he or she
ministers in the name of the Catholic Church.

As from the beginning of 1997 it is expected that those appointed to positions where the
teaching of religion is included will have Religious Education qualifications (or will have
begun to acquire a formal qualification) and the necessary background, knowledge, and
professional commitment to the purposes of Catholic Religious Education and the Catholic
ethos of the school. While it is acknowledged that teachers of other religious traditions will
have a valuable contribution to make from time to time on a particular topic, it is expected
that teachers given responsibility for Religious Education classes will be Catholics with a
commitment to the practice of Catholicism.

Teachers in the Catholic school have an indispensable role to play in supporting and
promoting the mission and goals of the Catholic School. It is expected therefore, of all
teachers employed in a Catholic school that:

1. they will see themselves as being in cooperative partnership with parents, pastors and

the Catholic community generally working towards the achievement of the school's
aims;

12
5

they will strive, by their teaching and personal example, to develop in students an
appreciation and acceptance of Catholic teaching and values;

3. they will avoid, whether by word, action or public life-style, any influence upon
students that is contrary to the teaching and values of the Catholic Church in whose
name they act;

4, they will accept and espouse the Catholic educational philosophy of the school;

5. they will develop and maintain an adequate understanding of those aspects of Catholic
teaching that touch upon their subject areas;

6. they will be suitable, competent, trained teachers, committed to the goals of Catholic
Education;

7. they will be committed to regular ongoing professional development;

8. they will actively contribute to the religious life of the school and the spiritual
formation of the students.



ATTACHMENT B

PROMOTIONS POSITIONS :
SECONDARY SYSTEMIC SCHOOLS

DEFINITIONS

Positions of Special Responsibility :

(a) Co-ordinator 1

A "Co-ordinator 1" means a teacher appointed to be responsible for or assist another
co-ordinator in :

(i) an area of curriculum; and/or

(ii)  pastoral care; and/or

(iif)  other duties as determined by the Principal.
Co-ordinator 1 is a one point position.

(b) Co-ordinator 2

A "Co-ordinator 2" means a teacher appointed to be responsible for :

(i} co-ordination of the program of work in area(s) or curriculum; and/or
(i)  co-ordination of pastoral care or other programmes; and/or
(iii)  other duties as determined by the Principal.

Co-ordinator 2 is a two point position.

{c) Co-ordinator 3

A "Co-ordinator 3" means a teacher appointed to be responsible for :

@) the co-ordination of area(s) of curriculum and/or pastoral care or any
program(s) as determined by the Principal; and/or

(i)  the support and supervision of those responsible for the co-ordination of
subject areas; and/or

(iii)  other duties as determined by the Principal.

Co-ordinator 3 is a three point position.



Attackment B - page 2

(d) Religious Education Co-ordinators (RECs)

The role of religious education in Catholic schools is referred to in the Vision
Statement of the Sydney Archdiocesan Catholic Schools Board. This statement
reaffirms the belief that “the authentic Catholic school, embedded within the
community of believers, shares in the evangelising mission of the Church ..... and is
committed to systematic, coherent and coordinated religious education, both as a
discrete entity and an integral part of the curriculum.” (Vision Stntemé’nt PP3-6)-

See Schedule of Allowances (Attachment E) /&, K \“\
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(e) Senior Teacher 2 (ST2) {

(i) developing and 1mplementmg outstanding teaching practice; and/or - N

(i1)  leadership, with particular reference to the performance and quality of teachers
in the school; and/or

(iii)  the performance of other duties of a comparable level including those of a

pastoral care nature which require a high level of professional expertise;
and/or
(iv)  other duties as directed by the Principal.

Senior Teacher 2 is a one point position.

The position of Assistant Co-ordinator is available to teachers without the
classification of STI. It would cover duties similar to those of ST2 and is a one point
position.

LENGTH OF CONTRACTS

(a) Subject or/KLA or cohort or pastoral co-ordinators

Teachers who are being offered their first co-ordinator appointment in the
Archdiocese will be offered an initial two (2) year contract.  Subsequent
appointments, whether in the same school as the initial appointment or in a
new school, would ordinarily be for three (3) years. This clause applies
equally to 1, 2 and 3 point co-ordinators.

(b) Religious Education Co-ordinators (RECs)

Both existing and new Religious Education Co-ordinators were offered one
year contracts for 1996. Subject to satisfactory performance reviews in 1996,
contracts were offered to qualified RECs for 1997 and beyond, that reflect
those referred to in 2(a) above

(c) Senior Teacher 2 (ST2)
The ST2 position will remain as a one (1) year appointmen‘_;‘.
(d) Assistant Co-ordinator

The assistant co-ordinator position will remain as a one (1) year appointment.



3. POINTS TABLE /\
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The following points table will apply to Archdiocesan secondary mls"ﬁi&ni‘@e

1997 school year. 4;%:5 aﬁk‘ﬁﬁ% 3
%, "ft-,',bl ,
= 4
School Type ~ * /”'
/
Enrolment 7=10 H-12 7-12 Multi-Campus
Schools Schools Schools Schools
1 - 200 - - - Determined
201 - 300 12 - - on a case-by-case
301 - 400 16 - - basis and
401 - 450 16 18 20 negotiated
451 - 500 20 18 20 with the IEU -
501 - 600 20 20 20 not less than
601 - 700 22 - 26 the standard
701 - 800 - - 28 for the
BO1 - 900 - - 30 equivalent
901 -1000 - - 32 single campus
1001 -1100 . - 35 school
1101 -1200 - - 38
1201 -1300 - - 4]

The above table is based on schools currently operated by the Archdiocese. It is not
envisaged that school enrolments will occur outside the bands nominated. Should
this occur, consultation will take place between the CEQO and the IEU regarding an
appropriate allocation of promotion points.

A school's entitlement to promotion points in any year is determined by that school's
official enrolment as determined by the previous year's census figure.

The points table does not include a points allowance for assistant principals or
religious education co-ordinators.
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APPOINTMENT/PERFORMANCE REVIEW/RE-APPOINTMENT

a) In systemic schools of the Archdiocese all appointments to promotio
will be made on the basis of eligibility (clause 5 of this attachme
suitability and will normally be appropriately advertised. /

.-fJ r{ Ay
b)  Each teacher in a promotion position will recetve a letter oF app&ntmenﬁc‘%

position which will set out the duties to be performed by the tedgher i
school and the period of appointment.
\ ".l'.j_
¢} Each teacher appointed to a promotion position will be inducted' mtn
position, in accordance with CEQO, Sydney policy, and will be HLfDn'ﬂﬁd f
professional expectations and duties. The CEO Sydney and the IEU agree to
discuss induction of co-ordinators in the context of this agreement with a view
to arriving at agreed minimum procedures.

d) Both the CEO, Sydney and the [EU hold the view that satisfactory performance
reviews will lead to the offering of subsequent appointments to co-ordinators

unless
(i) the position is to be abolished, in which case Clause 16(a) of the
Agreement will apply, or

(ii) extended in accordance with sub-clause 4(f).

e) Each teacher holding a promotion position will undertake performance reviews
while holding that position, in accordance with CEO, Sydney policy. Such
review does not derogate from the rights of a teacher or the employer under the
current Diocesan Disputes and Grievance Procedures.

f) In the event of performance that is less than satisfactory, being identified
through the review mechanism, the appointment period may be extended for one
year in order for specified areas of concern to be addressed. Should these areas
of concern not be addressed to the satisfaction of the Principal within the
extended year, a subsequent appointment will not be made.

Note: Performance review and re-appointment procedures for co-ordinators will be
consistent with clause 17 of the Enterprise Agreement. Grievance procedures
are not a part of this process and should be initiated outside of the re-

appointment process and only when grounds for concern are -sufficiently
serious.

Refer clause 17 (g) and (h) of this Enterprise Agreement.
MINIMUM REQUIREMENTS FOR PROMOTION

Appointment to Co-ordinator 2 and 3 positions will not be made unless the teacher is
classified as Step 9 on the salary Scale. '

K

Appointment to Co-ordinator 1 and Assistant Co-ordinator positions will not be
dependent on classification.

Appointment to ST2 will not be made unless the teacher is classified as ST1.




ATTACHMENT C

PROMOTIONS POSITIONS :
PRIMARY SYSTEMIC SCHOOLS

DEFINITIONS
Positions of special responsibility :

(a) Co-ordinator 1

A "Co-ordinator 1" means a teacher appointed to be responsible for tasks vms;::h :ﬁ‘c of
an ongoing, "maintenance” nature, or which have a limited life-span, or in wfnch
guidance of an executive member is available. ®

Co-ordinator 1 is a one point position.
(b) Co-ordinator 2

A "Co-ordinator 2" means a teacher with the responsibility for significant school
activities involving a range of staff groups. Such a teacher would be responsible for
initiating, planning, implementing and evaluating these projects and for ensuring the
appropriate involvement of staff in the various stages of the projects. Teachers with
the status of Co-ordinator 2 would be actively involved in staff development and
teacher supervision and in the development and implementation of curriculum in the
school.

Co-ordinator 2 is a two point position.
(c) Co-ordinator 3

A "Co-ordinator 3" means a teacher with the responsibility for major school programs
or initiatives. Such programs may involve the whole school community including
staff, students, parents, clergy and the wider school community. A teacher with the
status of Co-ordinator 3 might be responsible for the overall staff development
program, including teacher supervision, or for the overall co-ordination of curriculum
development, implementation and evaluation in the school.

Co-ordinator 3 is a three point position.

(d) Religious Education Co-ordinators (RECs)

The role of religious education in Catholic schools is referred to in the Vision-
Statement of the Sydney Archdiocesan Catholic Schools Board. This statement
reaffirms the belief that “the authentic Catholic school, embedded within the
community of believers, shares in the evangelising mission of the Church. ... and is
committed to systematic, coherent and coordinated religious educatlon, both as a
discrete entity and an integral part of the curriculum.” (Vision Statement pp 5-6).

See Schedule of Allowances (Attachment E)



{e) Senior Teacher 2

A "Senior Teacher 2" means a teacher appointed to be responsible f 7 &

(1)
(ii)
(iii)

(iv)

Attachment ¢ - page 2
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developing and implementing outstanding teaching pracfil;e &qdr’ur .'j:;fs;,;
leadership, with particular reference to the performance and qua“}ii} of t&acﬁf}s
in the school; and/or i &,
the performance of other duties of a comparable level including those nFc;
pastoral care nature which require a high level of professional expem '
and/or

other duties as directed by the Principal.

Senior Teacher 2 is a one point position.

The position of Assistant Co-ordinator is available to teachers without the
classification of ST1. It would cover duties similar to those of ST2 and is a one point
position.

LENGTH OF CONTRACTS

(@

(b)

©

G

Teachers who are being offered their first Co-ordinator appointment in the
Archdiocese will be offered an initial two (2) year contract.  Subsequent
appointments whether in the same school as the initial appointment or in a new
school would ordinarily be for three (3) years. This clause applies equally to
1, 2 and 3 point co-ordinators.

Religious Education Co-ordinators (RECs)

Both existing and new Religious Education Co-ordinators were offered one
year contracts for 1996. Subject to satisfactory performance reviews in 1996,

contract were offered to qualified RECs for 1997 and beyond that reflect those
referred to in 2(a) above.

Senior Teacher 2 (ST2)

The ST2 position will remain as a one (1) year appointment.
Assistant Co-ordinator

The assistant co-ordinator position will remain as a one (1) year appointment.




3. POINTS TABLE

o
The following points table will apply to Archdiocesan primary schools fmm e . 199‘?‘%‘?

school year.

2
o
@
b,

Primary Assistant Co-ordinator 2 S8T2 (or Total Points
Enrolment Principal (2 points) Assistant
(4 points) Co-ordinator)
{1 point)

1 -100 - - - o
101 - 200 1 c 5 4
201 . 250 l 1 - 6
261 - 400 1 1 1 7
401 - 600 1 ) 1 9
601 - 800 1 8 1 11
A 1 4 1 13

The points table does not include a points allowance for religious education co-
ordinators.

A school's entitlement to promotion points in any year is determined by that school's
official enrolment as determined by the previous year's census figure.

FLEXIBILITY IN PRIMARY SCHOOLS

Under the terms of this enterprise agreement, assistant principal positions and
positions of special responsibility have notionally been converted to points and
totalled as per Clause 3 above. ~Within this points table the following flexible
arrangements may apply :

(a)  Schools of 101 - 200
Where the existing Assistant Principal resigns, and following appropriate
discussion with the Regional Consultant and his/her staff, the Principal may

appoint 1, 2 or 3 point co-ordinators in any combination to a total of four
points.

Schools over 400

Where an existing co-ordinator resigns, and following appropriate discussion
with her/his staff and with the Regional Consultant, the Principal may convert
one existing 2-point position into two 1-point positions.

(b)

The parties agree to review the promotions positions structure and career path
opportunities in primary schools during the life of this agreement.

%,
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g APPOINTMENT/PERFORMANCE REVIEW/RE-APPOINTMENT

(a) In systemic schools of the Archdiocese all appointments to

attachment, merit and suitability, and will normally
advertised.

. q
: : N ' }%’ ¢
(b) Each teacher in a promotion position will receive a letter of“appotfigmen

their Principal to their position which will set out the duties t

ob perﬁ&g{ned
the teacher in the school and the period of appointment. L J.;.qﬁ /

(c)  Each teacher appointed to a promotion position will be inducted into fhat
position, in accordance with CEO, Sydney policy, and will be informed of
professional expectations and duties. The CEO Sydney and the IEU agree to
discuss induction of co-ordinators in the context of this agreement with a view
to arriving at agreed minimum procedures.

(d)  Both the CEO, and the IEU hold the view that satisfactory performance
reviews will lead to the offering of subsequent appointments to co-ordinators
unless
(1)  the position is to be abolished in which case clause 16(a) of the

Agreement will apply, or
(ii) extended in accordance with sub-clause 5 (f).

(e)  Each teacher holding a promotion position will undertake performance reviews
while holding that position, in accordance with CEO policy. Such review
does not derogate from the rights of a teacher or the employer under the
current Diocesan Disputes and Grievance Procedures.

(f) In the event of performance that is less than satisfactory, being identified
through the review mechanism, the appointment period may be extended for
one year in order for specified areas of concern to be addressed. Should these
areas of concern not be addressed to the satisfaction of the Principal within the
year, a subsequent appointment will not be made.

Note: Performance review and re-appointment procedures for co-ordinators will be
consistent with clause 17 of the Enterprise Agreement. Grievance procedures
are not a part of this process and should be initiated outside of the re-

appointment process and only when grounds for concern are sufficiently
serious.

Refer clause 17 (g) and (h) of this Enterprise Agreement.
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MINIMUM REQUIREMENTS FOR PROMOTION

Appointment to Co-ordinator 2 and 3 positions will not be made unless the teacher is
classified as Step 7 on the salary scale.

Appointment to ST2 will not be made unless the teacher is classified as ST1.

£
Appointment to Co-ordinator 1 positions or Assistant Co-ordinator pglﬁgns W

be dependent on classification. L
"'? *.'-:_, “"::, "{ :.t‘




ATTACHMENT D

AGREEMENT BETWEEN CEO ARCHDIOCESE OF SYDNEY
AND IEU ON PROCEDURES FOR REDEPLOYING TEACHERS
AFFECTED BY CLOSURE, RESTRUCTURING,

OR DECLINING ENROLMENTS
IN SYSTEMIC SCHOOLS

/ N\
Whenever it is decided to close or restructure a systemic school in the A.tﬁhdmc@f %e}r.

or where redeployment takes place due to declining student cumlmenrs it \‘@J be ri
determine the number of and particular teachers affected. AN

IEU's request the CEO will confer with the IEU on any issues of concem in relation o its
members affected by the restructuring or closure.

There is a recognition that redeployment is an Archdiocesan-wide process and is not based on
geographic regions.

The following procedures shall be applicable :
1. (a) In the event of closure or restructuring;
(1) consultation will take place between the Principal and staff;

(ii)  in the first instance the Staff and Industrial Relations Officer (CEO
Leichhardt) will liaise with the IEU as appropriate.

(b)  Where redeployment takes place because of declining enrolments, consultation
will take place between the Principal and Staff.

2. If no teacher volunteers for redeployment or if those who seek redeployment are not
acceptable to the employer for any reason, the employer will offer the affected

teacher(s) (including any teacher who seeks redeployment and is accepted by the
employer as suitable), alternative teaching positions.

(a) These alternative positions will be offered in the following order :

(i) a mutually acceptable alternate teaching position within the same
school;

L3

(i)  where no such position can be found, a similar position at another
school within the Archdiocese;

(b)  when teachers are redeployed to another school in the Archdiocese, the
following conditions will apply:



®

(ii)

(1ii)

(iv)

W

(vi)

(vii)

(viii)

Antachment D - page 2

the teacher may provide to the Regional Consultant a list of preferred
schools and geographic areas;

where an appropriate vacancy exists at any school, the Regional
Consultant will negotiate with the Principal to e an interview .
The Principal will be advised that the teach bject to the
redeployment procedures; X

.
KA

.. &
7, % G,

all other things being equal, any suitable vicant p@m%&a}

schools will be offered first to the affected teachét, Wherdigh

more than one affected teacher seeking the same positign, the ®rinci

will interview both teachers. Applicants will be advised that’

than one redeployed teacher is seeking the position; -

1]

eV
at the same time as the teacher may be actively pursuing\i)ositions of
his/her choice outside the Archdiocese, the Regional Consultant will
explore suitable vacancies notified by Principals via the internal mail in
an attempt to find a suitable placement;

where the teacher is not being successful in securing a position through
the normal process of application and where no suitable vacant position
exists or becomes available in accordance with the list provided by the
teacher in paragraph 2 (b) (i), the Regional Consultant will confer with
the teacher with a view to finding a suitable position, pursuant to
paragraph (iv). Where the affected teacher feels that offers made by
the Regional Consultant in accordance with paragraph (iv) are
unacceptable, the Regional Consultant will confer with the IEU and the
teacher in an effort to resolve the matter;

providing that, where they exist, there are at least two suitable vacant
positions offered to the teacher, whether offered pursuant to paragraph
2 (b) (i) or paragraph 2 (b) (iv), the teacher may refuse up to two
positions, on the grounds of unsuitability to the teacher;

however, all other things being equal, there would be an
expectation that the affected teacher would accept the first offer of
a position;

where two vacant positions deemed suitable by the employing authority
are offered to a teacher affected by redeployment and neither offer is
accepted, the employing authority may place the teacher in either one
of the two positions offered;

where any offer of a position is made, the teacher must accept or
decline the offer by the morning of the third school day following the
day of offer.
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An important objective is to find a match between the needs and strengths of the affected
teacher and the requirements of the prospective school community as determin the
Principal of that school e X

If in following the procedures in Clause 2 above no match is eﬂ'ected rhc Eﬁgﬁm%\
Director of Schools may use his authority as employer to appoint the tcal:herr‘ﬁo a Sm
In rare cases, where this is not deemed practical and on advice from the Regional Dl:ec!"ﬁr
he may authorise the Staff and Industrial Relations Officer (CEQ Leichhardt) to nagunat&a,
a redundancy payment with the affected teacher and the IEU. : /
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